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Google.	The	format	of	the	document	is	also	particularly	helpful,	as	there	are	links	to	further	reading	of	the	various	initiatives	they	introduce	in	all	of	their	subsections.	In	the	report,	numerical	data	and	analysis	are	the	first	descriptors	of	DE&I,	highlighting	the	trends	over	the	years.	This	includes	statistics	such	as	“since	2016,	we’ve	seen	a	56.4%	increase	in	women	executives,	and	the	number	of	women	executives	in	technical	roles	has	almost	doubled	in	three	years,	a	95%	increase”	and	“In	the	US,	the	number	of	Asian	employees	(a	group	that	comprises	more	than	a	dozen	ethnic	groups)	has	grown	11.0%	overall,	including	an	18.0%	increase	in	the	number	of	Asian	directors”	(13).		The	distinction	of	the	US	context—compared	to	Google’s	assumption	of	the	US	as	the	main	location—and	the	note	that	the	Asian	demographic	includes	many	ethnicities	are	small	but	significant	details.	This	demonstrates	a	genuine	embodiment	of	inclusive	language	and	commitment	to	understanding	that	there	are	important	nuances	that	often	go	unnoticed	even	within	the	realm	of	DE&I.		The	quantitative	section	of	the	report	also	leans	into	qualitative	research,	as	it	describes	some	of	the	DE&I	related	statements	employees	must	evaluate	on	the	company’s	annual	survey.	These	statements	include:			 	 	 	 	
- I	can	succeed	in	my	work	group	while	maintaining	my	own	personality	and	style.		- I	feel	like	I	belong	on	my	team.		 	 	 	 	 	- My	manager	cultivates	an	inclusive	environment	and	diverse	workforce	by	valuing	and	leveraging	employees’	differences	and	perspectives	(19).	By	creating	a	focus	on	belonging	and	the	role	of	leadership	in	nurturing	that	feeling	in	the	work	environment,	Microsoft	demonstrates	that	the	88%	of	employees	that	agree	with	
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those	statements	are	in	an	environment	that	is	more	wholly	engaged	in	DE&I.	The	report	even	acknowledges	that	there	are	efforts	to	better	understand	and	help	those	who	do	not	share	those	sentiments	(19).			
	 The	qualitative	analysis	of	Microsoft’s	report	distinguishes	three	main	goals:	“building	new	roads	to	bring	new	recruits	to	tech”,	“cultivating	communities	of	support	at	work”,	and	“maintaining	and	infrastructure	that	fosters	inclusion”	(21).		For	the	first	goal,	the	report	features,	amongst	other	things,	the	disAbility	hiring	initiative	and	the	LEAP	program	that	creates	a	foundation	for	people	with	nontraditional	backgrounds	to	enter	tech.	They	also	incorporate	“spotlight	on…”	sections,	sharing	the	experiences	of	individuals	who	have	been	a	part	of	these	programs	or	have	stories	to	share.	These	spotlights	continue	throughout	the	rest	of	the	report	and	bolster	each	initiative	or	objective	introduced.	For	the	second	goal,	the	eight	employee	resource	groups	with	executive	sponsorship	are	outlined	as	well	as	the	myriad	of	more	informal	employee	networks.	Beyond	race/ethnicity,	sexuality,	ability,	and	other	identities,	the	Families	resource	group	stands	out	as	it	supports	and	hosts	events	for	those	with	traditional	and	nontraditional	families.	This	expansion	of	what	is	included	in	one’s	identity	is	particularly	interesting	as	it	establishes	a	sense	of	fluidity	that	tends	to	disappear	when	having	to	identify	yourself	within	an	organization.		
	 Crucially,	the	report	also	features	a	section	on	“Storytelling	to	Drive	Change”	(27),	explaining	the	monthly	Q&As	with	the	CEO,	all	staff	meetings,	and	more	that	happen	internally	to	facilitate	dialogue.	Exemplifying	the	very	purpose	of	this	thesis,	the	report	states,	“such	personal	stories	can	help	illustrate	important	concepts	like	covering	and	allyship,	providing	relatable	examples	of	how	people	can	show	up	in	a	thoughtful	way	to	
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support	the	inclusion	of	others”	and	shares	the	story	of	an	employee	who	found	support	and	community	at	work.	The	variety	of	benefits	afforded	to	employees	based	on	their	various	needs	and	the	role	Microsoft	plays	in	“making	diversity	and	inclusion	a	priority	within	our	ecosystem”	(33)	are	also	elaborated	upon.		By	sharing	future	goals	and	ongoing	initiatives	in	its	conclusion,	Microsoft’s	annual	report	demonstrates	an	organization	moving	forward	with	DE&I	in	a	sustainable	way.	
The	motivations	of	Google	and	Microsoft	commitment	to	DE&I	were	clear	from	the	very	outset	of	each	annual	report,	determining	the	format	and	content	of	the	subsequent	pages.	Google’s	report	only	corroborated	the	notion	of	a	bottom-line	focused	organization	creating	limited	DE&I	structures.	It	is	extremely	valuable	that	an	organizational	document	like	Microsoft’s	report,	pays	close	attention	to	the	very	language	used	in	describing	ongoing	development	and	illustrates	the	innumerable	places	in	which	empathy	and	storytelling	can	be	incorporated	into	DE&I	work.	Although	not	central	to	their	initiatives,	the	fact	that	Microsoft	even	acknowledges	the	significance	of	storytelling	in	their	company’s	development	exemplifies	the	power	of	emphasizing	these	qualitative	aspects	in	DE&I	development,	whatever	organization	it	may	be.		
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Conclusion  
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In	this	thesis,	I	have	argued	that	organizations	are	obliged	to	create	authentic	and	sustainable	engagement	with	diversity,	equity,	and	inclusion	through	empathy	and	storytelling.	Organizations	must	give	these	seemingly	intangible,	qualitative	elements	equal	weight	to	quantitative	data	to	better	understand	and	develop	their	organizational	culture.	At	present,	many	fall	short	because	they	limit	their	focus	to	what	is	visibly	“diverse”,	not	actually	producing	environments	that	are	truly	inclusive	and	equitable.	This	shapes	how	the	organization	itself	influences	their	stakeholders	and	their	wider	ecosystem.	After	examining	the	current	scholarly	landscape,	the	transactional	nature	of	DE&I	in	organizations	demonstrates	how	far	we	are	from	compassion	in	cultural	development.	I	delved	into	Te	Whāriki	to	understand	a	more	holistic	perspective	on	weaving	empathy	into	the	very	fabric	of	one’s	values	and	frame	of	thinking.	Then,	I	explored	the	benefits	of	applied	empathy	and	storytelling	as	a	part	of	an	organization’s	DE&I	analysis.	Finally,	I	analyzed	this	argument	through	the	lens	of	two	global	technology	company’s	diversity	reports,	uncovering	deeper	insights	into	potential	changes	to	the	current	DE&I	landscape.	Based	on	these	findings,	I	offer	the	following	recommendations	to	support	genuine	DE&I	engagement	in	organizations.	In	order	to	jumpstart	this	development,	organizations	must	create	roles	and	functions	specific	to	DE&I.	Smaller	organizations,	especially,	must	leverage	human	resources	and	talent	departments	to	put	focus	on	DE&I	as	a	part	of	the	culture.	Initiatives	like	a	diversity	and	inclusion	committee	can	be	a	starting	point	for	those	smaller	organizations	to	involve	employees	in	articulating	compassionate	and	human-centered	values	and	core	competencies.	Intentional	recruiting,	hiring	and	training	practices	can	help	diversify	the	perspectives	an	organization	holds,	thus	springboarding	conversations	related	to	their	organizational	model.		
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	To	make	this	DE&I	engagement	ongoing,	organizations	must	create	capacities	for	dialogue,	conversations,	and	storytelling.	These	opportunities	must	be	consistent,	such	as	monthly	share-outs,	discussions	with	leadership,	informal	chats,	etc.	This	develops	a	culture	within	which	employees	feel	comfortable	sharing	their	stories,	providing	feedback,	and	engaging	in	reflective	conversations	with	diverse	perspectives.	The	more	these	conversations	happen,	the	more	comfortable	people	become	in	acknowledging	and	promoting	differences	as	assets.	Furthermore,	an	organization	can	invest	in	DE&I	by	budgeting	for	culture	just	as	they	budget	for	personnel	or	operations.	Investing	in	professional	development,	organizational	tools,	and	inclusive	work	environments	(with	not	just	the	physical	but	also	the	intangible)	demonstrates	an	organization’s	commitment	to	aligning	its	values	to	its	practices.			 DE&I	is	iterative	in	nature.	As	an	organization	evolves,	its	processes	must	be	constantly	revised.	The	complexity	of	each	of	its	individual	parts	and	diversities	make	for	an	organization	that	grows.	In	order	to	prevent	stagnation,	leaders	must	take	the	time	to	reflect	upon	and	reassess	the	successes	and	weaknesses	of	the	DE&I	structures	they	have	in	place.	They	must	make	that	recalibration	a	norm.	In	a	capitalist	world,	these	notions	are	purposefully	ignored	for	financial	and	social	gain.	Prioritizing	empathy,	compassion,	equity,	and	inclusion	as	worthwhile	endeavours	resist	those	tokenizing	and	disingenuous	systems.	Recognizing	lived	experiences	and	personal	narratives	as	valuable	resources	entrusts	both	the	individual	and	the	organization	with	a	responsibility	to	genuine,	responsive	diversity,	equity,	and	inclusion.	 	
46	
Appendix	
i.	The	Tree	of	Life	(Borkett	,2018)	
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	ii.	Te	Whāriki	(Ministry	of	Education,	2017) 
“The	kōwhiti	whakapae	whāriki	depicted	below	symbolises	the	start	of	a	journey	that	will	take	the	traveller	beyond	the	horizon.	The	dark	grey	represents	Te	Kore	and	te	pō,	the	realm	of	potential	and	the	start	of	enlightenment.	The	green	represents	new	life	and	growth.	The	purple,	red,	blue	and	teal	have	many	differing	cultural	connotations	and	are	used	here	to	highlight	the	importance	of	the	principles	as	the	foundations	of	the	curriculum”	(11).	
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